In the spring of 2000, the board members of the Texas Industrial-Organizational Psychologists (TIOP) commissioned a study of the job of I-O psychologist. They felt it would be useful to meet the pressures on our profession for licensing, as feedback to university training centers, for performance appraisal of our own people, to differentiate ourselves from other psychologists, and just for clarification of the KSAs required to succeed in our profession. The members agreed upon an open-ended approach using questionnaire and interview techniques. The research process was designed to be operational in nature, rather than scientific in the sense of seeking breakthroughs in job analytic technology.
The results from the study are displayed in Table 1 under the following categories: (a) common tasks or duties, (b) relating to audiences, (c) competencies, and (d) specialty areas. All were derived from content analysis of the responses of the participants by the interviewer (an I-O psychology graduate student) plus two I-O psychologists. Table 1 cross-classifies the results by type of inquiry. The reader will note that categories (b) relating to audiences and (c) competencies were influenced in their formation by critical incident analysis but also reinforced by other types of inquiry. The basic datum in the table is % participants responding.
The "part of job" column numbers are the percentages of people who indicated that the item was part of the job; the total for all items exceeds 100%. Logically the next four columns should total 100% since they asked for only one response per participant. However, some people indicated no response for some columns and others indicated two. For example, only 79% of the participants indicated a "most difficult" part of the job and only 88% indicated a "most time-consuming" part of the job. However, there was a total of 107% "most undertrained" and 114% "most critical" responses. Because most participants produced two or more critical incidents, this column totaled 255%.
Notice that categories derived from the "part of job" questions tend to be in the categories of conducting and administering projects, analyzing data, performing specific technical functions, and so on. Categories derived from the critical-incident questions tend to surface in the form of professional competencies. Asking the participants about what is difficult, critical, or undertrained produced results that tend to overlap with and reinforce the competency list.
In symposia at the 2001 meetings of SIOP and the Texas Psychological Association, the TIOP Board explored the results. Some of the topics that were discussed include implications for performance appraisal, training, and licensure.
Training
From the most undertrained category, the most prominent areas identified were job knowledge, problem solving, client relations, administrative skills, and interpersonal skills. Although entrants were not identified as being overwhelmingly deficient in any of these areas, the findings seem to suggest that there is room for improvement in university training programs, especially in applied areas. Interpretation of the responses to both the job-knowledge and the problem-solving categories suggest that many entrants have difficulty applying their knowledge to real-world situations. Since it is unlikely that these novices suffered from a lack of understanding of I-O psychology theory, principles, and methodology, the answer to improvement must lie with how these concepts should be implemented. Thus, more emphasis should be placed on the practitioner side of our scientist-practitioner model. The next most problematic area, client relations, reinforces the idea that practitioner training needs improvement. The 1998 SIOP Salary Survey (see Burnfield & Medsker, 1999) indicated that about two-thirds of all I-O psychologists are employed as internal or external consultants, and are heavily involved in client relations. In addition, a substantial number of academic I-O psychologists do consulting. New I-O psychologists, therefore, need to have a better understanding of how to initiate and maintain client relationships, to identify client needs, to avoid jargon, and to develop and sell business. Thus, training efforts should be focused on providing more intensive applied experiences that will allow them to learn to relate effectively to clients.
In comparing SIOP's Guidelines for Education and Training at the Doctoral Level in Industrial-Organizational Psychology (1999) training recommendations with the job analysis results, three suggestions for change can be made. First, the Guidelines identify "judgment and decision making" as a critical competency, but basically from an academic perspective. The results of our analysis suggest that the Guidelines and university training programs should be revised to incorporate more applied personal development experiences in problem solving and decision making.
The second suggestion is for improved client and interpersonal relations training. While relationship skills are given proper emphasis in the Guidelines, the development of client-relations skills is a difficult issue for training programs because opportunities to have such experiences are limited in academic settings. Opportunities may even be limited in internship and practicum settings, as supervising psychologists understandably may be reluctant to turn over their clients or potential clients to interns. Therefore, methods of teaching client-relations skills must be developed and shared if we are to prepare our students to enter work with effective consulting skills. Arranging for participation in student consulting groups could facilitate earlier development of such skills.
Finally, since the job analysis indicated that administrative activities were the most time consuming for our I-O psychologist sample, it is suggested that they be given more emphasis. Currently, the Guidelines intermingle administrative skills with consulting skills. We suggest that administrative skills be placed in a separate category where they can be expanded to include office management, budgeting, and basic accounting.
Licensure
While not specifically advocating the licensing of I-O psychologists apart from psychologists as a whole, these results have implications for a variety of licensure issues. Since this job analysis was conducted on I-O psychologists practicing in Texas, the following discussion focuses on licensing issues relevant to the state licensing act for psychologists in Texas. However, the results should be applicable to other states as well.
In Texas, the practice of psychology is licensed, meaning that licensing is required for individuals offering psychological services to "individuals, groups, organizations, or the public." Psychological services are broadly defined (e.g., "application of established principles, methods, and procedures of describing, explaining, and ameliorating behavior," although some special areas are mentioned (e.g., career counseling and testing). The licensing requirements cover I-O practice, but do not differentiate, with the exception of school psychology, among specializations in psychology. Were the state to pursue the licensing of I-O psychologists as a specialization within the field of psychology, the results of the TIOP job analysis could be used to define the practice parameters for the specialization. Possible action steps include:
• Encouraging unlicensed I-O practitioners to become licensed by focusing on licensable I-O practices.
• Requiring non-I-O psychologists who wish to practice in the field to pursue additional training/experience that would qualify them for the I-O licensing.
• Requiring I-O-focused continuing education programs to meet statemandated annual continuing education requirements.
Current licensing examinations contain a small proportion of items directed toward I-O psychology. The results of the TIOP job analysis could be used to compose examination items germane to the I-O field. Assuming no specialty licensing, the job analysis could be used to improve current exam content. If I-O psychologists were licensed as a specialization, the job analysis results could be used to assist in the creation of a specialization examination.
Texas state law already differentiates the supervision requirement for licensing I-O psychologists-exempting them from formal internship requirements, but not from formal supervised experience. The TIOP job analysis results could be used to define content areas requiring supervisory oversight, and thus, could encourage nonlicensed I-O specialists to complete additional supervised experiences.
The Texas state licensing law has a provision for investigating complaints against practicing psychologists. The TIOP job analysis could be used to develop I-O practitioner assessment devices that could be useful in the investigation of complaints regarding I-O practice.
The TIOP job analysis identified a variety of I-O practice areas that are potentially licensable because they fall into the broad category of "psychological services." The job analysis also compared the ongoing practice activities of licensed and unlicensed I-O practitioners. There was approximately a 50-50 split between the licensed and unlicensed practitioners in the study sample. There was virtually no difference between the two groups in their practice activities. The implication of this finding is unclear. Should unlicensed I-O practitioners be required to pursue licensing? Could licensed I-O practitioners give up their licenses without fear of violating state law? Does licensing make a difference at all given that many non-I-O psychologists and nonpsychologists practice in the I-O field without regard to licensing?
Performance Appraisal
Finally, there is the issue of performance appraisal. Table 2 presents a usable arrangement of the results of the job analysis into four categories as follows: (a) competencies, (b) common tasks and duties, (c) relating to audiences, and (d) performing in specialty areas.
With respect to the job analysis, the competencies were derived from the behavioral capacities suggested by critical incidents and given in answer to the special questions (i.e., "most difficult," "most undertrained," etc.). The common duties and tasks derived mostly from the "part of job" question. Relating to audiences was derived from all sources, and specialty areas were derived from answers to the "part of job" question.
With respect to competencies and relating to audiences, it is interesting that the subcategories of marketing, client relations, managerial judgment, and interpersonal skills have to do with managing relationships with others. Professional judgment and problem solving deal with relationship management in that it involves making inquiries of others. Work habits, integrity and ethics, I-O knowledge, personal maturity and professionalism would seem to be lumped under a self-management concept.
From the job analysis results, both of these concepts (i.e., managing relationships and self-management) are well documented in answers to the "most difficult," "most undertrained," and "most critical" questions, as well as the results from critical incident analysis. Table 2 is intended for use as a performance appraisal document in which each performance category is rated on a 7-point scale. At the right side of each category is a suggestion for weighting the particular performance for entry, journeyman, and managerial levels of I-O psychologists. For example, under "competencies," managerial judgment is not weighted for an entry-level psychologist, has a normal weight for a journeyman-level psychologist, and has a double weight for a managerial-level psychologist.
All job analysis sources were used to create detailed definitions of each of the performance categories, and these are presented in Exhibit 1. 
Conclusion
Hopefully the TIOP results will contribute to a degree of conceptualization of the job so that persons, firms, and agencies seeking more objective information about the practice of I-O psychology can be at least partially satisfied. In addition, newcomers to the field now have at least one systematic view as to what will be expected of them as developing professionals.
